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A recurring frustration is not automatically a content idea. It becomes useful

raw material when it reveals a pattern that other people can recognize,

understand, and act on.
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FROM WORKPLACE FRUSTRATION
TO INTELLECTUAL PROPERTY

 A PRACTICAL METHOD FOR TURNING RECURRING PROBLEMS 

INTO FRAMEWORKS, TOOLS, AND KNOWLEDGE ASSETS

PRACTICAL PERSPECTIVE

PRACTICAL WORKBOOK FOR LEARNING & WORKFORCE PROFESSIONALS

 A five-phase process for observing real work, finding a transferable lesson, and 

building useful knowledge assets without mistaking every irritation for a

framework.

 Estimated completion time:35-50 minutes
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THE FIVE-PHASE METHOD

 

The work is not to turn frustration into a complaint with better formatting. The work is

to move from lived experience to a clear, testable, reusable explanation: notice the

friction, capture the evidence, find the pattern, define the idea, and build something

useful.

 

Good intellectual property often starts much earlier than a polished idea. It starts 

with a piece of friction that keeps showing up in work: a question nobody can answer

consistently, a handoff people work around, or a “people problem” that may actually be

a system problem.

01 NOTICE   

Repeated friction 

02  CAPTURE

 

• 

• 

• 

• 

03   MAKE SENSE

 

04   DEFINE

Framework 
 

05   BUILD

 Evidenceand
context

Pattern and
principle andtest

Useful assets

Returns despite different people 
trying to solve it.

Creates rework, confusion, delays, 
avoidable questions, or uneven
outcomes.

Exposes a mismatch between the 
official process and actual work.

May show up else where under a 
different name.

• 

• 

• 

• 

Happened once or under unusual 
conditions.

Has no meaningful consequence 
beyond the moment.

Can be explained by a one-off error 
or obvious fix.

Does not recur across people, teams, 
or situations.

AN ISOLATED ANNOYANCE A PATTERN WORTH INVESTIGATING

This method borrows the practical logic of experiential and organizational learning: experience
becomes more useful when it is reflected on, conceptualized, tested, and made available beyond
the individual who first noticed it.

RESEARCH LENS
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PHASE 1: REPEATED PROBLEMS & FRICTION

 

 

Friction is a nearly signal, not proof. A single confusing email is anannoyance. The

same confusing message, followed by repeated questions, inconsistent interpretations,

and work arounds, is information about how the system is functioning.

At this stage, avoid deciding that people are resistant, careless, disengaged, or

incapable. Those are explanations, not observations. Start with the visible event:

What kept happening? What did people do to get around it? What did the

workaround tell you?

DO NOT START WITH THE VERDICT

 

FRICTION SIGNALS WORTH NOTICING

• 

• 

• 

• 

• 

The same employee question keeps appearing even after communication has 
been sent.

Managers interpret one policy or process in materially different ways.

Training is completed, but the expected behavior does not change.

People add unnecessary approvals, side conversations, or workarounds to get 
work done.

Departments give conflicting directions, or recurring errors are blamed on 
individuals without examining the system.

 

Choose one irritation from the last month. If you removed the name of the person involved,
would the same issue still make sense as a problem in the system?

MLS REFLECTION



PHASE 2: OBSERVATION & DATA GATHERING

FRICTION OBSERVATION LOG

MLS PRACTICAL TIP

Capture data points in the language people actually use. A repeated

phrase such as “I never know who owns this” may point toward the

common thread faster than a polished summary written too early.
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Capture Ask

Where and who?

What was the goal?

What followed?

Does it travel?

What happened?
Describe the event, question, delay, error, 

or workaround in observable terms.

Note the work area, role(s), handoff, or 

channel involved - not private identity details.

What were people trying to accomplish 

when the process broke down?

Capture the consequence: rework, delay, 

inconsistency, escalation, confusion, or risk.

Look for similar evidence in another 

team, stage, role, or workflow.

DATE /
SETTING WHAT HAPPENED

WORKAROUND / 
CONSEQUENCE

Turn frustration into observation. Capture the situation before you try to

explain it. The goal is not a formal research project. It is a disciplined record

that makes recurring evidence easier to compare.
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An insight becomes stronger when it can explain more than one example

without becoming so broad that it explains everything and therefore guides

nothing.
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PHASE 3: INSIGHT & CONCEPTUALIZATION

 

A useful mental model gives the reader a cleaner way to see a messy situation. It

does not claim to explain everything. It names a mechanism well enough to help

someone diagnose, decide, or act.

Once you have several examples, ask the question underneath them:

What is actually 

happening here? The “Aha!” is usually accumulated observation made visible, not

spontaneous inspiration.

MOVE BEYOND THE INCIDENT TEST THE MECHANISM

 • 

• 

• 

• 

• 

• 

• 

• 

What keeps repeating?

What do these situations have

in common?

Where is the gap between the 

intended process and the lived

process?

What assumption does the current 

system appear to make?

Is this mainly knowledge, process, 

communication, role clarity, incentives,

management behavior, or system

design?

What condition allows the pattern to 

continue?

What principle could explain several 

examples at once?

What would disconfirm this 

explanation?

Separate incidents - missing system access, contradictory first-

week instructions, late manager check-ins - point to one system

condition: onboarding is being treated as an HR event rather than

a coordinated handoff system.

 
EXAMPLE:

ONBOARDING

MLS INSIGHT
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Early confidence is built through reliable handoffs, not through a single

orientation session. Each handoff needs a clear owner, visible expectation, and

route for resolving a gap.
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The idea applies beyond onboarding: projects, transfers, technology rollouts, case

handoffs, and policy changes all depend on continuity between people and steps.

It does not reproduce a company orientation plan. It abstracts a mechanism that other

organizations can test against their own work.

WORKED EXAMPLE: FROM ONBOARDING
CONFUSION TO A CLEARER IDEA

 A practical examples how the shift from individual frustration to a transferable 

pattern. The examples below are fictionalized and intentionally abstracted.

 

NOTICE

PHASE1 - 

PHASE 2 -

CAPTURE

PHASE 3 -

CONCEPTUALIZE

New employees repeatedly ask where to find their schedule, who

approves time, and what they should do when a manager does not

respond. Managers assume HR has covered it; HR assumes

managers have covered it.

Across six onboarding cycles, the same questions appear in 

emails, orientation follow-ups, and delayed tasks. Employees rely

on peer workarounds. The consequence is a slower start and

uneven confidence during week one.

The shared pattern is not “new people do not pay attention.” The

missing condition is handoff continuity: ownership, access,

expectations, and a route for questions do not reliably transfer

across HR, manager, IT, and peer support.

WORKING PRINCIPLE

WHAT MAKES THIS TRANSFERABLE?

�

�
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If a reader cannot use it to make a better distinction, decision, or next move, it

may be an interesting observation rather than a framework yet.
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PHASE 4: FRAMEWORK CREATION & DEFINITION

 

A frame work turns an insight into something another person can use. It is not simply 

a diagram with boxes and arrows. A useful framework helps someone understand,

diagnose, decide, or act.

1

2

3

4

5

6

Define the problem

 

Name the core principle

 

Identify components

 

Show relationships

 

Create an application rule

Add questions, stages, checks, or a simple action sequence.

Name, test, simplify

 

Describe the recurring condition in plain language.

State the mechanism that connects several examples.

Choose the few elements that need attention.

Explainsequence,dependencies, categories, or decision points.

Give ita clear working name; test it against real situations; remove what 

does not help.

FRAMEWORK TEST
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FRAMEWORK BUILDER CANVAS

 Use this worksheet to move one observed pattern into a working concept. Write a 

rough version first. Clarity usually comes from testing and revising, not from naming

the perfect model on the first attempt.

 Observed

problem

Recurring

pattern

Underlying

principle

Components

Relationships

Practical

application

Evidence /

examples

Working name

What 3-5 elements must be present in the framework?

What condition or mechanism best explains the pattern?

How do the components connect, sequence, or affect each

other?

What question, decision, or action should this help someone

perform?

What observations support it? What example would

challenge it?

Use a descriptive, plain-language name. Refine later.

What repeats? Describe the visible friction without assigning

blame.

What common thread connects your examples?
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Application question: Which of the four conditions is missing when a new employee is

stuck? That question turns a general complaint about onboarding into a more specific

diagnosis and next action.

MLS REFLECTION

Could your current concept make a practical distinction that a reader could 

not make before? If not, return to the observation log.

DOES THIS ACTUALLY DESERVE A FRAMEWORK?

 
Not every valid observation deserves to become a model, article, or downloadable 

guide. Use these criteria before building a larger body of work around the idea.

 TEST

THE ONBOARDING EXAMPLE, DEFINED

HANDOFF CONTINUITY MODEL

• • 

• • 

A CREDIBLE “YES” SOUNDS LIKE...

 Recurring 

Transferable

Actionable

Bounded

Testable

I can point to more than one meaningful example.

The principle could help another role, team, or organization

recognize a similar condition.

It helps a reader ask a better question, make a decision, or 

change a practice.

I can explain what the framework does and does not address.

I can check it against real cases and revise it when it does not fit.

TWO MORE CONDITIONS

 Home base:the person knows

where key information lives.

Handoff map: each step has a

visible owner.

Help route: questions have a clear, 

low-friction path.

Horizon: follow-ups occur at 

meaningful early checkpoints.



MLS │ modernlearning.art │ Navigate Complexity • Build Mastery 10

PHASE 5: PRACTICAL IP RESOURCES & ASSETS

 One strong frame work can become a family of tools. The point is not to post the 

same idea in twelve formats. It is to translate the core idea into forms that help

people understand, diagnose, decide, practice, and apply.

 

 

ASSET EXPANSION MAP

IFPEOPLENEEDTO...

 

Diagnose their situation

Make a decision 

Perform a behavior

A USEFUL ASSET MIGHT BE...

Understand the idea

Build deeper mastery

Core framework visual, article, short explainer,

presentation.

Self-assessment, audit, decision tree, diagnostic 

questions.

Manager tool, checklist, discussion guide, implementation 

guide.

Template, script, workflow aid, job aid, practice exercise.

Workbook, workshop, training module, facilitator guide.

Understand

Diagnose

Decide

Perform

Apply quickly

Master deeply

What behavior could it support?

What decision could it help them make?

What quick-reference tool would reduce friction?

What should someone understand after encountering this

idea?

What could they identify or assess using the framework?

What deeper resource would support practice and mastery?
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The contribution is the abstracted lesson, your original synthesis, and a

practical tool that helps others apply it. Keep the raw organizational material

where it belongs.
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ETHICAL BOUNDARIES

 Professional experience is a source of learning, not permission to reproduce 

confidential information, internal documents, employee or client data, proprietary

processes, or protected material.

 

Notice

Capture

Pattern

Define

Build

LEARN AND SYNTHESIZE DO NOT REPRODUCE

• 

• 

• 

START WITH ONE FRUSTRATION

 

• 

• 

• 

Abstract the mechanism instead of 

repeating the company story.

Use fictionalized or composite 

examples when illustrating a pattern.

Create original language, tools, and 

visuals.

The common thread may be...

The first small tool I could create is...

A useful working principle could be...

The evidence I already have includes...

One recurring problem I keep seeing is...

Internal policies, process maps, 

metrics, screenshots, client data,

employee details, or nonpublic

strategy.

A distinctive internal process 

presented as your own framework.

Examples detailed enough to expose 

a person, customer, or employer.

PROFESSIONAL BOUNDARY
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USE THIS RESOURCE

Start with a small pattern, test it against several real situations, and create 

the first asset that would genuinely make the next person’s work easier.

 

REFERENCES & FURTHER RESOURCES

 These sources support the logic of learning from work, converting individual 

experience into shared knowledge, and testing ideas through application. They are 

nota substitute for observing the actual conditions in front of you.

A QUICK FINAL CHECK

Does this explain a recurring condition rather than one memorable annoyance?

Does it help someone see, diagnose, decide, or act more clearly?

Is the resulting resource original, abstracted, and professionally appropriate to

share?

�

�

�
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	been sent.
	Managers interpret one policy or process in materially different ways.
	Training is completed, but the expected behavior does not change.
	People add unnecessary approvals, side conversations, or workarounds to get
	work done.
	Departments give conflicting directions, or recurring errors are blamed on
	individuals without examining the system.
	DO NOT START WITH THE VERDICT

	At this stage, avoid deciding that people are resistant, careless, disengaged, or incapable. Those are explanations, not observations. Start with the visible event: What kept happening? What did people do to get around it? What did the workaround tell you?
	MLS REFLECTION

	Choose one irritation from the last month. If you removed the name of the person involved, would the same issue still make sense as a problem in the system?

	PHASE 2: OBSERVATION & DATA GATHERING
	Turn frustration into observation. Capture the situation before you try to explain it. The goal is not a formal research project. It is a disciplined record that makes recurring evidence easier to compare.
	Capture
	Ask
	What happened?
	Describe the event, question, delay, error,  or workaround in observable terms.
	Where and who?
	Note the work area, role(s), handoff, or  channel involved - not private identity details.
	What was the goal?
	What were people trying to accomplish  when the process broke down?
	What followed?
	Capture the consequence: rework, delay,  inconsistency, escalation, confusion, or risk.
	Does it travel?
	Look for similar evidence in another  team, stage, role, or workflow.
	FRICTION OBSERVATION LOG


	DATE / SETTING
	WHAT HAPPENED
	WORKAROUND /  CONSEQUENCE
	MLS PRACTICAL TIP
	Capture data points in the language people actually use. A repeated phrase such as “I never know who owns this” may point toward the common thread faster than a polished summary written too early.


	PHASE 3: INSIGHT & CONCEPTUALIZATION
	Once you have several examples, ask the question underneath them: What is actually
	happening here? The “Aha!” is usually accumulated observation made visible, not spontaneous inspiration.
	MOVE BEYOND THE INCIDENT
	What keeps repeating?
	What do these situations have in
	common?
	Where is the gap between the
	intended process and the lived process?
	What assumption does the current
	system appear to make?

	TEST THE MECHANISM
	Is this mainly knowledge, process,
	communication, role clarity, incentives, management behavior, or system design?
	What condition allows the pattern to
	continue?
	What principle could explain several
	examples at once?
	What would disconfirm this
	explanation?


	A useful mental model gives the reader a cleaner way to see a messy situation. It does not claim to explain everything. It names a mechanism well enough to help someone diagnose, decide, or act.
	EXAMPLE:
	ONBOARDING

	Separate incidents - missing system access, contradictory first- week instructions, late manager check-ins - point to one system condition: onboarding is being treated as an HR event rather than a coordinated handoff system.
	MLS INSIGHT

	An insight becomes stronger when it can explain more than one example without becoming so broad that it explains everything and therefore guides nothing.

	WORKED EXAMPLE: FROM ONBOARDING CONFUSION TO A CLEARER IDEA
	A practical examples how the shift from individual frustration to a transferable
	pattern. The examples below are fictionalized and intentionally abstracted.
	New employees repeatedly ask where to find their schedule, who approves time, and what they should do when a manager does not respond. Managers assume HR has covered it; HR assumes managers have covered it.
	Across six onboarding cycles, the same questions appear in  emails, orientation follow-ups, and delayed tasks. Employees rely on peer workarounds. The consequence is a slower start and uneven confidence during week one.
	The shared pattern is not “new people do not pay attention.” The missing condition is handoff continuity: ownership, access, expectations, and a route for questions do not reliably transfer across HR, manager, IT, and peer support.
	PHASE1 -
	NOTICE
	PHASE 2 - CAPTURE
	PHASE 3 - CONCEPTUALIZE
	WORKING PRINCIPLE

	Early confidence is built through reliable handoffs, not through a single orientation session. Each handoff needs a clear owner, visible expectation, and route for resolving a gap.
	WHAT MAKES THIS TRANSFERABLE?

	The idea applies beyond onboarding: projects, transfers, technology rollouts, case handoffs, and policy changes all depend on continuity between people and steps.
	It does not reproduce a company orientation plan. It abstracts a mechanism that other organizations can test against their own work.

	PHASE 4: FRAMEWORK CREATION & DEFINITION
	A frame work turns an insight into something another person can use. It is not simply
	a diagram with boxes and arrows. A useful framework helps someone understand, diagnose, decide, or act.
	Define the problem
	Describe the recurring condition in plain language.

	Name the core principle
	State the mechanism that connects several examples.

	Identify components
	Choose the few elements that need attention.

	Show relationships
	Explainsequence,dependencies, categories, or decision points.

	Create an application rule
	Add questions, stages, checks, or a simple action sequence.

	Name, test, simplify
	Give ita clear working name; test it against real situations; remove what
	does not help.
	FRAMEWORK TEST

	If a reader cannot use it to make a better distinction, decision, or next move, it may be an interesting observation rather than a framework yet.


	FRAMEWORK BUILDER CANVAS
	Use this worksheet to move one observed pattern into a working concept. Write a
	rough version first. Clarity usually comes from testing and revising, not from naming the perfect model on the first attempt.
	Observed problem
	What repeats? Describe the visible friction without assigning
	blame.

	Recurring pattern
	What common thread connects your examples?

	Underlying principle
	What condition or mechanism best explains the pattern?

	Components
	What 3-5 elements must be present in the framework?

	Relationships
	How do the components connect, sequence, or affect each other?

	Practical application
	What question, decision, or action should this help someone perform?

	Evidence / examples
	What observations support it? What example would challenge it?

	Working name
	Use a descriptive, plain-language name. Refine later.


	DOES THIS ACTUALLY DESERVE A FRAMEWORK?
	Not every valid observation deserves to become a model, article, or downloadable
	guide. Use these criteria before building a larger body of work around the idea.
	TEST

	Recurring  Transferable Actionable Bounded Testable
	A CREDIBLE “YES” SOUNDS LIKE...
	I can point to more than one meaningful example.
	The principle could help another role, team, or organization recognize a similar condition. It helps a reader ask a better question, make a decision, or  change a practice. I can explain what the framework does and does not address. I can check it against real cases and revise it when it does not fit.

	THE ONBOARDING EXAMPLE, DEFINED
	HANDOFF CONTINUITY MODEL
	Home base:the person knows
	where key information lives.
	Handoff map: each step has a
	visible owner.

	TWO MORE CONDITIONS
	Help route: questions have a clear,
	low-friction path.
	Horizon: follow-ups occur at
	meaningful early checkpoints.
	Application question: Which of the four conditions is missing when a new employee is stuck? That question turns a general complaint about onboarding into a more specific diagnosis and next action.
	MLS REFLECTION Could your current concept make a practical distinction that a reader could  not make before? If not, return to the observation log.



	PHASE 5: PRACTICAL IP RESOURCES & ASSETS
	One strong frame work can become a family of tools. The point is not to post the
	same idea in twelve formats. It is to translate the core idea into forms that help people understand, diagnose, decide, practice, and apply.
	IFPEOPLENEEDTO...
	A USEFUL ASSET MIGHT BE...
	Understand the idea
	Diagnose their situation
	Make a decision  Perform a behavior
	Build deeper mastery
	Core framework visual, article, short explainer, presentation. Self-assessment, audit, decision tree, diagnostic  questions.
	Manager tool, checklist, discussion guide, implementation  guide.
	Template, script, workflow aid, job aid, practice exercise. Workbook, workshop, training module, facilitator guide.


	ASSET EXPANSION MAP
	Understand
	What should someone understand after encountering this idea?

	Diagnose
	What could they identify or assess using the framework?

	Decide
	What decision could it help them make?

	Perform
	What behavior could it support?

	Apply quickly
	What quick-reference tool would reduce friction?

	Master deeply
	What deeper resource would support practice and mastery?



	ETHICAL BOUNDARIES
	Professional experience is a source of learning, not permission to reproduce
	confidential information, internal documents, employee or client data, proprietary processes, or protected material.
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	DO NOT REPRODUCE
	Internal policies, process maps,
	metrics, screenshots, client data, employee details, or nonpublic strategy.
	A distinctive internal process
	presented as your own framework.
	Examples detailed enough to expose
	a person, customer, or employer.
	PROFESSIONAL BOUNDARY

	The contribution is the abstracted lesson, your original synthesis, and a practical tool that helps others apply it. Keep the raw organizational material where it belongs.

	START WITH ONE FRUSTRATION
	Notice
	One recurring problem I keep seeing is...

	Capture
	The evidence I already have includes...

	Pattern
	The common thread may be...

	Define
	A useful working principle could be...

	Build
	The first small tool I could create is...
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	Does this explain a recurring condition rather than one memorable annoyance? Does it help someone see, diagnose, decide, or act more clearly? Is the resulting resource original, abstracted, and professionally appropriate to share?



